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1. During the period under discussion, how were personnel management
and training activities coordinated? What happened to the proposal

that the Office of Personnel and the Office of Training be merged?

2. In what ways during the period did CIA use its relative independence
in personnel matters of legislative restrictions placed upon moét
Government agencies? How did CIA exerciserits freedom to recruit 25X1
personnel outside’the Civil Service system? How did it exercise its

powers of termination of employees?

ETo what extend did the operating offices participate in the Jjob of

[¥M]

lfpersonnel menegement: What were the relations between the operating
i .

'foices and the Office of Personnel in recruitment, classification,

;placement, promotion, and termination?

el

g i

‘4, |What use was made of the practice of rotation of employees within the
bersonnel field, i.e., between the Office of Personnel and the operating

bffices?
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To what extent were the personnel activities of the DD/P components
separated from those of other parts of the Agency? What steps were

taken to avoid duplication of personnel facilities?

What steps were taken to further improve the assignment practices

affecting overseas returnees and those ready for overseas posts?

What further improvements were made in the Procedures for handling

contract personnel?

- How did the Office of Personnel try to insure that assignments were

made on the basis of merit and performance, without regard to race,

religiaon, or sex?

fWhat progress wes made in establishing a career service? What was the

:role of the Office of Personnel in career management during the period?

I3
1S

What advences were made in the JOT program?

E
I

!

éExplain the background, theory, and results of the reorganization of

;the Office of Personnel of September 1953.

s
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- QUESTION l: Dwring the period under discussion, how were personnel - ,

‘ management and training activities coordinated? What , T
happened to the proposal that the Office of Personnel R
and the Office of Training be merged? '

Both the personnel funciion and the training function were under
the supervision of the Deputy Director (Suppor#). This organizational
arrangement provided for coordination of their activities "from above"
dn addition to the working relationships oetween the two offices. Also,
-both the Director of Personnel and the Director of Training sat on the
ACareer Council which donsidered personngl jolicies and programs involving
4 oeining. )

We do not have the background material regarding a.proposed merger
oi tihe Office of Personnel and the Office of Training. -Possibly the

DD/S' oifice cen provide something on this,
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- QUESTION NO. 2: In what ways during the period 4id CIA use its relstive

indepondence in personnel matters of legislative rostrice
tions placed upon most Government ogencles? IHow did CIA
exercise its frecdom to recruit personnel outside the
Civil Service system? How did it exercise its powers of
termination o employces?
The legal basis for the exemption of the Central Intelligence Agency fron
Civil Service rules and regulations which generally govern the exarcise by
Federal departuments and agencles of their appointing authorities was clori-
fied during 1953. Prior to that time, the Agency had relied upon a blanked
inclusion cf its positions under Schedule A of the Civil Service rules. Tho
practical effect of the Schedule A authority was to place the Agency cutside

the scope of the procedures and instructions of the Civil Service rules con-

‘ cerning appointments, pramotions, reassigrments, and related persomnel pro-

cesses. The llsting of Fedoral positions or groups of positions on Schedule
A requires the prior spproval of the Civil Service Camuission; likewice, the
retention of such posltions o this Schiedule is contingent upon the continue
ing concurrence of thc; Commilosicn. VWhile the Agency hed no reason to doubt
that the Camiesion would contimue to list Ageney positions on Schedule A s
it wms felt that, 4 aubhority Tor exemption were also prcsez;t in leginlo-
tian, the Agency should use such statutory provisions as the basis for ap-
proving personnel actlons clside the campotitive eivil service systom. It
wag believed that a gercral understending that the Agency wes excepbed frca
the coupetitive civil service o3 o result of Congressionnl action would cme
phosize the relatively independent standing of the Ageney's personnel systom
end wderlioge the opportunltios to plas and operate a perscanel prograi
specielly adapted to Agency nocds. %he CLvil Service Cormilsoion accepbad tho
Agency's loterpretation of scction 10{a)(l) of the CIA Act of 1949 to the
eifect that this provision granted o statutory excepticn fram the coue
wtiﬁQQrQ‘ﬂfqm%gQ%{gjlﬂ : CIA-RDPSOLO182613(?({‘!3000070001-7
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In the madn, the pmee&umé ﬁ'@r "z;'efzmitimg sodt appoduting perponoed, i‘él.}wmﬁ;
the potiornn developed M1mg 1051 and 1952. Fesldent personnel recmidtivent
m’.“ﬁ‘:!.cézm, porponently stetioned In various major matyropolitan locoblions in
the hdted States, were responsible for referring qualified candidates for
professionnl, aduinietrative, and eclericsl vacsneles. Followlng ecreening
Ly the Office of Porsonnel, these condidsies sere then referred for selection

25X1A5A1 . _
to the operating compoments having the vactneles. 7o assist in Identifylng

The Agency continued the policy of previous yeers of euthorizing travel st
Government expense for individuals wnder comsideration for 'apvoint.mnt to pro-
fessionel positions in ceses where operating offfcials believed that evaluations
throush interviews end/or tests were essentisl prior to final selection. Dur-
ing the last belf of 1953 this poliey wes broadened to include persons under
coensideration for selsctlon sa Junior C(fficer Trainves.

The Performancs Rating Act of 1950 (PL 81-973) was smended 4o provide tﬁa.t the
Central Intelligence Agency would be exsmpted from the reguirements of the Act.

TR

LAt RN A
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Meanvhile, during Mey 195k, the Cevesr Council hod
& nev Agency Fitoess Report to replace the Personuel Evalustion shich had

spproved the adoption of

veen in uge since 1952. Subseguently, during 1955, the Agency sdopied &
revieed ﬁm&u rvepors eystem, providing for the uwse of & two-purt forme-
one to record evalustion of performance, the second to indicate swperviscry
eppraisal of the individual's pobtential for growth.

During the period 1953-1956 the Agency countinued to apply secticn 102(c) of
the Totioual Security Act of 1947 to cases involving questions of security
effecting the individuals temminated. The autbority of this statutory pro-
vision was not used to terminnte perscunel in ceses io which the lmoues were
1mfﬂciemy, misconduct, or wasuitability and in vhich security considern~
tions were not present. These latter cases were handled under the authority
irherently vested in the Director of Central xnwm@zﬁm &8 an egeney bhood.
I the case of persoonel howing vetersn prefersove, such termination ectlons
sre sppealable to the Civil Service Coumission. During the pericd undar
scngidaration, the Agsney's actiong ware mmﬁio@w sypealad to the Come
mission ood, in et least two insteuces, the Agency's declsicne were Teversed

wy the Comdssica end the individuals were restored to duty.
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GUESTION N0, 3: To what extont 44 the operating offices participate in
the Job of peroonmel marsesment: What wore tho yerlations
betwoon the operating offices and the Office of Torsconel
in recrultmens, classification, placesent » Premotdon, and
termination?

In thfx beginalog of 1953, the Office of Perscanel provided support service
to the Agency's operating offices in the aress of wacruliment, ploocoment,
pramotics, end termination through two divisicns - the Porsonms)
Overt aod the Ferscomel IMvision Covert. The formey provided assigtance to
e operating offices of the DD/I and the office of the DD/A and the assise
tant dizectors for Traiaing, Coamsmlostions, Jogistics, Security, etc.; the
datier provided sexvices to the ID/P. FDO and P sassigned lacerent offie
cers to each of the operating offices. For exsyw
donlt directly with thelr counterparts in the senlor staffs end the operoating
fdvislons of the ID/P, Similor srons existed in the ¥DO.

Division

b, FIC represeatatives

In Septembor 1953, the two mrmmx. divisions were coaubined into tho Iore

oliiosres wnder e Jurlsdichlon, consolidated effort in the ervese of rooruite-
went end placement, wod pooadtted on incroased exchange of informstion sad

wrperlencs belusen personnel officers representing operating offices.

With the estabiishment of FUD, came o change in enpbasis from the inltiod
placanent of hired employses o infernnl placcsment problows. This was in
Pt brought sbout by pev restricilions in ¢elling suthorizabions oo well as

the dovelopoent of prollens, wder ceillag, regarding surplus persceumwl.

' ) Ceehe ’1»14 \\ .
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operating offices, particwlarly ia the DD/P. Specisd resssigmment rosters

erped ‘in;camzﬁzm%&m with the personmel officers of 4hw operating
units to &ezmlap accurate lists of retwnees from overseas for vhom no eIl
mma bad been deternined. Thece rocters were eiroenlated, sod reprocentatives
of PUD and the operating ﬁiﬁaﬁm erranged interviews, scveening of filos,
mnd the review of biogrephic infarmation in attenpls W Rosign properly such
CIPLOYRGE

Durlng this period, the developcent of the Career Service strucbure broudit
about & chenge from immediste servicing of operating ares divisicns wxm
the IN/P to representation on DD/P Career Service boards. (At this time, the
senicr stalf Curver Service boards of PI, PP, P, and I5S).

The Coveer Borvice boords had the uﬁ.‘cimm internal responsibdility fov
personnal actlons. Flocoment officsrs of PUD worked with Coreer b sl
alficers of the OD/P, the DI/I, and the ID/S and weve in most instances
aspigned to permaneot altendance ab boord meetings for pwrposes of providing
technlcal advice and sssistusos.

In 155k, systenstic efforts wore mads fo worl out with the operating officen
o moons of veooney reporiing for assiotance in resolving reassigment problons

of surplug personnel.

&b the s.-wm; Glme, PUD worked with the porsconel officors of the LeEDCY COme

prmnts dn doveloping end opeveting o syetem of followarp interviews of
Approved For Release 2003/01/27 ::CIA-RDP80-01826R001000070001-7
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persommel nevly assigned to the Agency, such interviows conducted with the
individuals and thelr supervisors on the baais of 30, 60, and 90 days fole
lowing oppointment. |

On 7 March 1955, the Persouncl and Utilization Division wag changed to the
Perémml Assigmment Divigion. Three branches were established vith senior
persansel. officers at the head of ench branch. Branches were assigned the
respansibility for personmel m@orﬁ to the Career Boards and Pancls of tho
DD/I, the ID/P, aad the DD/S. A special assistant vas acsigned to the office
of the Chief, BAD, 'bapmvz.ﬂe technical mceemmimmm area of
termingtion. _

Az & further move to dovelop & closer relationship with the various Carcer
Bervica boards and thelr Career Vanagement officers, the Deputy Chief, DAD,
for tha Clandestine Services, .and his carecr support officers were physically
Locoted in "I Building to }m*m dock space with the Career Menopement officers
they were to support.

Recruiinent
When FDO end BDC were reorpnnized iato the Personsel Wiilization Division
in September 1553, all recruiiment requests sumpitted in the DD/P were hold
in the Division pending o full review sgalnst two sources: (1) the roosoine
Zent roster of surplus porsamcl, axd (2) machine runs sgainst codod quolie
i!‘:i.mmtioam requested in the reerulinent request. HMoreover, eurrent vocs ey
reports were checked to Le sure that the vacaney was o matter of rocord as

6 apposred on the reoruwdtoomt roquast. Prior to the time requisitions wore

dosued far recruitment, ultoble condidates whose awiea eppearcd on eithor

Approved For Release 2003/01/27: €IA-RDP80-01 826R001000070001-7
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the reasssigmment roster or the mechine runs were suludited to the opoerating
component Loy review ma indexviov. I oope wes sccsplable, the reeruite
gent reguinition was issued to field recruitors. In most instoneces this
process was repented st the time than an extersal sppllcent wes placed in
procoss and egain sbon an Batrsncs i Dty dete wae established for the

25X1A6A

By lote 1955, the mwater portion of the retuwrnees from the reduced
Misgion hod beem sultably placed, and this process wos dlscontioued.

It was repiaced, howsver, by current reviews of all recrultment reguests and
BOD veguests at the DU/P level in terus of euthorized celling. Applicants
wore entered on duty only with the approved of the o/P. Tihis latter prace
tice continued through 1956 with the continued stringeney of colling allow

cabion. In 1956, the m,!x fngtitubed procedures for yeorulinment thol were

dealgned to provide moximen opportunities for DD/T Career Designoos Lo
advanes to highereproded vecant positions. When the office of the /I had
o voount position to be filled, the vacancy wes published in texms of all

pertivent infomedion throurhout ell DD/I Ceveor Sexvices. Auny ID/I cvployos

s eliotble to opply for consideratlon for tho vecant job, Suweh oppllct-

tiens wore forverded theough the cppropriste ID/I Caveer Service Yor reviaw.
Upon the sporovel of that Corper Sexvice, the applicntion woes cent to the
Coraer Service hoving Jurisdiction oves the opaveting coponsnt in which the
vma.m:y grlated. The Carcar Sorvice intervested in £illing the voouncy wng
axpocbed o loterviow ¢ nexima of throe gualified noxinees in tho ovent
dhat the total spplisabions ewxcecded thot muber. In the event applicsilons

Approved For Release 2003/01/27 : C_I:A-RI;)_‘~.I%§0-01826R001000070001-7
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vore lese then three in nudber, all spplicants were to be personally intarw
viewed. If au the basis of the total applicatious received, the Cexcer Ser-

vice with the vacancy felt that there were no qualified individuzls within

~ the DD/ to £ill the Job, external recruitment requestsa were forwarded to

the Personmel Assignment Division for review and subsequent forwvarding to

Perscnnel Procurcnent Division for the issuance of recraltment mquiaition.

Prior to tha formulation of the Perscnnel Utilization Division in Sepfember
1953, plocement officers of FIC and ‘PDO worked in direct lialcon with opero-
ting camponents. After the orgenization of the Personnel Utilization Divie
sicn, plaeemnﬁ officers were ogsigred to Career Service Poards to effect
lieison for placement purposes. Eefore the celiling regtrictions of June
1553, plecement officers were primarily concerned with technlcal support

in the areas of recrultuent, scveening applications, review, and ultimate
entrancee on duty and‘witable placenent of succesaful candidates. With the
advent of ceiling controls, the exphesis on placement activities shifted to
problems of internal reassigmment, alibough recrultnment act:;.vity did cone
tinue agai:;st vaconcics for which no gualified personnel were avallable on

board.

FPlacement procodures ot this tine operated in the following wmaunvr: Porsons
surplus to the needs of vay oporational couponent were placed upon & e~
essimpment roster. The rostor was indexed by mumber. Each number correse=
ponded to ¢the neme of the arployes malntained on a geparate master list.
Full biopzephic infommation relotive to experience and quelifications wves

listed Ly nmmbor on the reassigunent roster.
Approved For Release 2003/01/27 : CIA-RDP80-01826R001000070001-7
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Placemont officers reviewed the experience and '(';nauﬁeations of amployeces
for whom reessigament was pecessary. The information, end mm the pere
scnnel Jacket, was forwarded to the eppropriate operating couponent which
had issued vacancy notices requiring the saue or siniler qualifications
vith reguests for & review of all biographic information and personal inters
views of the nominee. In many coses, this information was forwarded to
sppropriate components, even though vacancy notlces had not been published,
vith & view toward meeting sttrition requizements.

With the large muwber of persons appearing at that time oo the reassigouent
roeter, it wos not possible to oarrange these procedures at & pace which
would satisly tha Iumsdiate necds of resolving the situations of the peraons
unassigned to specific duties. As a result, many of these cumployees wers
Torced %o sesk employment on their own, ulllizing personol relations with
various key operating officials in attempts to resolve their problems on
their cwn initiative. By %he end of 1954, however, the lerge majority of
unassigned surplus personnsl hm been satisfactorily placed in jobs.

Traditionally, supervisinog officials had the fimﬂ. say as to the employo-
bility within their division for any candidates for vacant Jobs. Althoush
the gulding effort was cantralized, gonerally, within the Qffice of Pore
sonnel and, specifically, within the Personnel Utilization Divieion, this
centralized effort could only be successful on the basis of continunl re-

Tarral asainst apprepricte component needs until resolution had been effectod.

With the advent of the Coareer Scxvice structure, Heads of Carcor Gervice

essumed & decentralized msponsibility for personnel management within the
Approved For Release 2003/91‘121?‘: ’CIAZRDPQO-M826R001000070001-7
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iunternal confines of the Carcer Service. The Office of Fersommel retained
centralized responsibility for rotation or reaseigmment of personnel between
Career Service jurisdiction. It 2111l supported all f:m:e Services in the
process of bringing external recrults o as cn-duty status. o

Promotion
in 1853 's;ith the Career Sexvice system in an operative status, promotion
reguests wwe t‘pwwéée& o Caresy Servics Boards Lo review and epproval.
Approvads were then gent in ths form of reguests for personnol sctions to
the Director of Ferscnuel for finel authentication and processing. Authen-
tication by the Director of Personnel, &3 delagated to the Personnsl Utilizoe
tion Division, consisted of a review of the acticn in tems of its meeting ell

, ftechnical requirements of Agency policy os expressed in the promotion regue~

e

Compotitive promoticn procadures vwore adopted in 1956 with the iscusnce of
Rogulation |:| Fersommgel (Ificers of the Personnsl Utllization Division
sosipned to liaison support of the varicus DD/I, DD/S, amd DD/P Career Doardas
ond Panels assisted in providing sdvice apd puidance under the appropriste
rogulations. During this pericd, verious Agency coreer boords devolopod

pracadures for ranking of thelr caveer service desigwes by grade groups.
Tiils wes acctaplished through competitive renking penels. Moot of the carver

Fead

ped appropriste systems for renking of thadr personmel in o

boards de
sanner best sailted to meet the specific and often differing requirenionts of
ks coreor sexvice. The st of venking was forwarded to the carcor bonpd
for review. The cureer boaris in mmim decided the mumber ot sny siven tine

who should be recosmended for promotics in each grade level end forwarded sll

Approved For Release 2003/01/27 CIA-RDP§9-01826R001000070001-7
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cmisiations ©o the Head of the Career Service for a final selsction and
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Such cmmtitiw promotion procedures were conducted on the busis mﬁ é*mry
employee would be considered for sdvanceuent st lesst cuce a joar. Finol
action by the Head of the Career Sexvice was forwverded €o the Director of
Fersonnel for f;.ml autbentication and processing. |

Teralnation
During the period 1953 to 1956, separeticn procedures wers conducted for
the most part under the provisions of Civil SBervice Begisaticns. The Office

of Personmel made every asttompt to gulde such procedurvs in sccordsnce with

Federal Beguistlions. In a fow instances, the Director's suthority under
Section 102(¢) of the Batlonal Securlity Act of 1947 wss recommended by the
Divector of Porsomnel.

Techndcal advice and guldance in such cases wes bormelly provided by the
Porpomnel Ubilization Diviasion. ALl coses callingfor disciplisary termine
atlon wers controlled during thelzx progress by & Special Assistent to the
Chied, Persauwmel Wilizstion Division. Prodlems of sdoquate documentabion,
legel conformmnce to the Veterans Preferemee Act, adoquately desisned trdal
periods, sod suitoble motificstlon to the employee copcermed in the form of
varning letiers and lottoer of chorpes were of concern o the Office of

Personnsle

Approved For Release 2003/01/27 - C|A-Rp|?§§g§1,§26Roo1000070001-7
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QUESTICH 4: Wnat use was made of the practice of rotation of ermloyees
within the personnel field, i.e., between the Cftice of
Personnel and the operating offices?

Durin5 thevthree year period under review, slow but steady progress
was mace to implement the policy for interchanging personnel officers
brtveen the Office of Persommel ana the operating components. At the
start of 1953 there were only a few personel officers stationed in
operating offices who had been transferred from the Office of Personnel
incidenﬁ to a conscious effort at rotation. During the latter.part of

1652, a number of personnel officers had been selected from the Office

of Personnel for aessignment directly to the then| |

| Thereafter, the number of personnel officer

positions brought undgr the cognlizance of the Personnel Career Service
for assignment purposes progressively incressed until by the end of 1956
most positions throughout the Agency in this category were grouped under
the Personnel Career Service for assignment purposes.

Rotation of personnel officers between the Office of Personnel and
operating components, or between two operating components, are normally
made for tours of two years duration. Such tours are frequently extended.
By the end of 1956 the pattern controlling.the assignment of personnel
officers overseas called for at least-one tour in the Headquarters com-
ponent (e.g., Office of Communications, EE, FE, and SE Divisions) having
Jurisdiction over the particular field post copcerned,.just prior to

serving in the overseas position.
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QUESTION N0. 6: To what extent were tbe personnel asctivities of the Do/P
canponents separated from those of other parts of the
dpeney?  Whet sleps were takes o avold duplication of
personnel faciiities?

In 1953, the personnel sctivitics of the ID/P were pob particularly separate

f£ram guch activities elsevhere in the Agency. The DD/P &id have, and has

continued o have, prodlems of policy end procedure differing fram problems
expericnced In m:- major casponents. Such provlens erice frou the noed
of continued sud scmetimes repid rotation of perscmel to and Lrcm field
staticns end, counsequantly, exist in tha sress of stalfing, promoticon,
classification, ete. Bowever, the DO/P vorked in close relaticnship with
the QPfice of Perscamsi, mmmmammmmmemimtmnﬁ

rosofer s perecnnel focilitics wers concerned, in 1953 the DD/P wes supported
by & suparste Personnel Division {The Porsonnel Division Covert). FD{C) pro-
vided techoical advics and guldance o the operating divisions of the /P

in 21l erees of personnel sdminiotration, approved actions requesting ra-
assiomments, prasctions, asoisted in temminstion cases, provided help in

muttors of recrultient, placerent and yeassigment. Prior to the davelopment

of {he Caveer Service structure, PD(C) representatives worked in close 1inde

pon with edministrative end persanreld afficers of the mﬁ/? Senior Stalfls end Ares

Divisions. By 1853, the /P had recrganized 1te persommel. menagement ghructure

an the busis of Carcer Scrvices. fach of the Senior Btaffe formed Cavicy S ate

vice Toards (FI, FP, Fdand qaY.  Consequently, the emphesis within ¥0{C)

ghifted Lo aosigoed lizioon on the port of iils representatives to the Cayreexr

So Doy o than o the staffs and divisions of the DD/P, end they
VSR R P RalS 4 se 2003/01/27 : CIA-RDP80-01826R001000070001-7
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Career Doands whoe in tumn kept in close contact with the alministrative
and persommel officers essigned to the steffs and divisions. o

In Septeuber 1953, the FD(C) vas joined with the FD(0) to becous the Per-
sotnel Ubilization Division, thus bringing under one rood the Mim of
Porsonnel's techniclons assigned to support services of the Agency's operse
ting offices. The move was designed to bring all personcel plwmm officors
uder & single Jurisdiction, buk 1% also consolidated sctivity ln the sress
of recruitoent and placement and 414 avay with duplication of effort ino many
of the services provided by the Office of Ferscmnel to Agency operating
offices..

Although ko were suceseding reorgandzations of perscnmeld Tacilitles
‘mmgming ihe ID/P, in goneral, they were dealgned to provide the same -

sexvices to the DD/P as wevs provided the DD/I end the DD/S, sguin in
necordanse with the special protlams of persoanel afmindstredtion existlng

in all thove major osmponessis.
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QUESTION NO 7: What steps were taken to further improve the assigonment prac-
tices affecting overseas returnees and those ready for over-
" seas posts?

1. During the period from 1953 to 1959, tﬁe principal effort in persone
nel management within the Clandestine Services Career Service shifted from a
primary concern with recruitment to an interest in better utilization of per
sonnel through improvements in assigmment practices. There has been a steady
incregse in the consideration of the long-range implications of assignment
actions and a general trend toward more gentral review and control of assign-
ment practices through the Career Service system.

2. During 1953 the FI and PP Boards were responsible for reassigmment
practices and gave primary consideration to those affecting overseas return-
ees. Gradually, more and more information about returnees was made available
to these Boards by the area divisions concerned. The Boards were principally
couc‘r-‘:rned vith effecting proper assigmments for individuals who could not be
properly assigned through the efforts of the operating components. The
Boards received greater support in these efforts when placement officers
from the Office of Personnel were assigned to work directly with the Career
Service officers supporting the FI and PP Career Service Boards.

3. In 1954 the Chiefs, FI and PP, appointed task forces of senior offi-
cers to stuéy the Clandestine Services Career Program. The adoption of the
Field Reassigmment Questionnaire was a principe.l outgrowth of these studies

and proved to be of considerable assistdnce :\\n planning the next assigmment

" of returnees.

4, In 1955 the initial Clandestine Services Career Service Panel was
established, with both FI and PP representa.tion'. This Panel became active

1in considering candidates for positions of common concern, such as Chiefs of

w
o™

W o3

N :,;w‘:
Cidmiy s 4
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Station and Base, as well as for key positions such as those of Branch Chiefs
0o : ir Headguarters. This Panel's recommendations on such asgsigmments were made

to the DD/P.

T et iR

- 5. Late in 1955, recognizing a tendency to expend most reassigrment

2 im0

effort on unassigned personnel and on positions which were difficult to f£1l11,

both the FI and PP.Boards initiated a program of individual career planning,

cohcentra.ting on officers in grades GS-1l and GS-12. After a briefing by a

Career Service officer, an individual prepared a synopsis of his experience

¢ i i

and attempted to project his future assigmments for the next five years.

This proposed plan was commented on by his supervisbr end then discussed

L N P N

with the individual in a meeting attended by the individual, his Branch
Chief, representatives of the camponents to which his assigmnent seemed

$ ~ likely, and the Career Service officer. The individual plans so developed

& and amended were fipally approved by the Chief, FI, or Chief, PP, as appro-

priate. This program had the advantage Gf encouraging deliberate considera~

tion of the long-range utilization of individuals in the interest of the
Clandestine Services as a whole. During this period the Clandestine Services
Career Service encouraged the rotation of most officers between Headquarters

and the field and attempted to discourage most proposals that individuals

' remain in the field for more than two consecutive tours.
6. The Clandestine Services Career Service system was reorganized con-
i siderably in the fall of 1956. This change was brought about through the

;-}525)(1 publication vhich has been in effect until now and has provided

for the consideration of all assigmment actions by groups of senior operating

B e e

officials. Most of the Division and Staff Chiefs and their deputies have

Sl e Qe i 1

been members of the Clandestine Services Career Service Panel. In addition,

B
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many of the Chiefs of Branches and Staffs in the operating divisions have

f; acted as consultants in career planning at aawe time, :
i T. Since the latter part of 1957 considerable attention has been given i
}3 | to the develﬁpment of further improvements in assignment practices. [:::::::::] 25)(?
g was published in January 1958 establishing procedures to insure timely noti- ‘r

|

i‘ . fication to field persoonel concerning their next assigmment. This procedure
has proven effective in bringing the question of the next assigoment of fiela
§ personnel to the attention of the operating divisions and the CS/CS Panel

: well in advance of the expiration of field tours, and in providing field per-

& - _ gpnnel with definite information concerning their next assigrment. Policies

% ard procedures under current consideration would further increase the central
§ : control of personnel assigrments and further clarify the Panel's responsi-
bilities and authorities in taking prompt action to £ill difficult assign-
ments with qualified persommel. An effort is also being made to bring about
a more equitable balance between desirable and undesirable assignment oppor=-
§ tunities for members of the Clandestine Services Career Service.

v
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LMPROVED PROCEDURES IN RAUDLING CONTRACT FERSCTNEL
mm:ma PERICD 1953-56

QUESTION XO. 8: What further improvenants were mada in the procedures for
handling conlract perscnnel? :

A. Informatlion about and understanding of Coniract Personnel proceauma

1. Issuance of[ | basically relsting to stondardization
of Beodquarters® contracting procedures within DR,

2. Contimed trend toward centralization wi.thin apamti.na cmpomnta
roganding procedured handling of contracts ana requests therefor.

3. The role of ths DDP Contract Approving Officer es & finod check
vithin the DDP compovent.

%. The conouncemant to the Ficld of policies and procedures using the
Yook dispatel |

5. Darticipetion 'by the sméial Contracting Officer in alministrative

plans for Agency pmﬁecta to ingure stondard handling of contractual
persinvel to be utllized in thoue projects.

r

6. ‘e drafting by the Speclal Controcting Officer of en Agency regu-

labion, part of which willk formelize

shanioxd procedures Dor the handling of contract personnel.

7. Prrticipation by the Spocinl Contracting Officer ao the guest lec-
turesr in speclal OTR courses for the purpose of better educating support
oud opersting individunls in coulracting procedures. |

8. Iersonnl briefing of conbroet perscunel by the Special Ccntractin&
ofrlopr upon the request of the utildzing component concerned as to the

LI a.m’i conditions of their agrecoonls.

~Approved For Release 2003/01/27 'CIA RDP80- 01826R001000070001 -7
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1. Befinsment of the basic differences between & contrect euployee and
Independent contractor by ths Special L'oxxtracting Off1cer, the Qffice
of General Counsel ana. the utilizing cmponen‘bs.

3. A maried increase in the mumber of field covtracts and the memore
enda in lien of camtract ‘from the Field for "-iuvlew“ by the Speecial
Contracting Officer, due to an increased mmd@ of CIA procedural
"roviev" rogulrements. |

% Contimod growth of a basic Agoncy desize to cut down the nuzber
of types of contract personnel into more usesble, functional and legal
catepories.

5+ Bevislon of contract check list to more adequately express the dee-
sivesn of the ut:ilf;zing couponoat as to the texms and conditions of the
requisted contract.

6. &n incrcosed use of a standerd format tyﬁe cantract t‘ox' specific
prograns and projacts utillzing contract personnel.

T+ é&n incresse in the reguescts for unusual end varied contractual fore
uoto vaged upon & growving svoveness by the utilizing components of the
paychological effect of contracts upon individuals.

Approved For Release 2003/01/27 : CIA-RDP80-01826R001000070001-7
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QUESTION NO 9: How did the Office of Persomnel try to insure that assi~e-
ments were made on the basis of merit and performance, ~1ith-
out regard to race, religion, or sex?

Non-diseriminatory employment practices begin in the recruitment process.

The broad geographic area in which our recruitment is conducted and the

sourc .. which are regularly exploited, such as high schools, business
schools, colleges, universities, and State employment services, afford a
reasonable opportunity for employment consideration to any interested s d

: qualified candidate. The Agency's recruitment and selection processes are

}: not competitive in the sense that all applicants for a given position receive
i a mumerical rating describing their relative qualifications in relatioa i«

I'J same pre-established standard. Thus, any candidate appearing to possess

gkills and abilities peeded by the Agency is considered for employment.

During the period under consideration, the Agency's needs were sufficiently
ylarge and varied that most qualified candidates were necessarily selected
for employment. Final selection, exceptpfor clerical personnel, has been
the prerogative of supervisory officials rather than that of the Office of

Personnel but their reasons for not selecting an apparently qualified candi-

date have been subject to review. Similerly. a recruitment request specify-

ing the sex of acceptable candidates wos questioned to insure that the nature

S s e

of the joo itself supported the exclusion of candidates of the opposite sex.

" e

Wil

ok

To sum up, non-discriminatory recruitment has been achieved through broad

.‘45?1‘-

opportunities for individuals to apply for Agency employment and the review
of selection determinations. The success of these methods is indicated by

the failure of any applicant to appeal his non-selection under the fair

employment rules.
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Less positive techniques were avallable for insuring non-discriminatory prac-
tices in in-service actions since these were generally sccomplished by super-
visory officials subject to a review in the Office of Personnel for campli-
ance with standards and requirements applicable to the specific action.
Fmployees who feel they have been discriminated agalnst on the basis of
religion or race have a right to appeal to the Employment Policy Officer; a
few cases have been reviewed over the past several years in which en indivie
dual believed he had not been promoted because of iais race, however, impar-

tial review has failed to support these allegations.

CIA INTERMAL USE ONLY
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QUESTION 11: What progress was made in establishing a career sexrvice?
hat was the role of the Office of Personnel 1n career
management during the period?

The big steps duﬁng this period Ye_pe the creation of the Career
_'. which identified those employees who desired and were selected
sy service on & career basis. Expansion of the responsibilities of
Career Foards and the gradual development of understanding regarding
their role in the overall personnel management function were important

elements in advancing career service concepts and putting them into

practice.

The Oifice of Personnel supplied staff support and guidance at
the policy level and dey to day assistance ahd advice to career service

and operating officials in career mens@émen: and related activities.




—

Approved For Release 2003/01/27 : CIA-RDP80-01826R001000070001-7

- ' 3
e
e
y

ree ki
i \‘!"5'\\, \

i i R
Ui dreems Wl

PERSCITEL ACTIVITIES SUPPORTING THE JUNIOR OFFICER TRAINING PROGRAM 1953-56
QUESTION §0. 12: What advances were mede in the JOT program?

With the estehlishment of the Junior Officer Training Program im 1951 (then
called the Professional Traince Corps) the main task delegated to the Office
of Personnel was that of recruiting for the Program. This _meponsibility
coupled with those of malntenance of perscanel records and provision of
personnel services carried with little change well into the period under

. .
consideration.

As experience with the Progran Incressed, recruitment techniques were o«
fined, the Conswitant Program wos sbrengthened, and the methods of administra-
t1on of Perscxnel respousidilitics were improved. Negotistions with the
Military Services resulted in expansion of cooperative efforts for the
developuent of Career Intelligence Officers to include both Alr Force and
Asny TOIC Officers in the military portion of the Progrom (previously, this
cooprration had extended only to the trelning of CIA selectéa draft oligibles

in the OC5 Programs) .

During 1956 two sigeificont changes occurred in sctivities in support of
‘the Juiler Officer Training Prograz. The £irst wes the transfer of tho
Jurier Career Developwent Program to the Junior Officer Training Program
{the Junior Caveer Developusnb ¥rogron hod begun operation in the Office
of Fersonrel inm 1954 with support from the Office of Training). This move
brought under one command all Agency-wide jJunlor personnel developmental
activity. . . .
Approved For Release 2003/01/27,; CIA-RDP80-01826R001000070001-7

pia
3 e




‘ Approved For Release 2003/01/27 : CIA-RDP80-01826R001000070001-7

£y LU P AL ‘ ‘
[P {‘;-. pronnT ., . ‘liuaj? Lon :} N i ; o .
» PR T

The sccond change was in the Fall of 1956 when résponsibility for all
civilian personnel eupport for the Program was concentrated under one
Personnel O2ficer working directly with the Progrem administrators. The

new position combined thoe Placement Ofﬂéer function previocusly sdminise
tered centrally in the Office of Personmel and the Forsonnel Officer function
vhich bad been handled in the Personnel Office of tha Office of Tralning. In
addition, several other responsibilities previously carried out by various
Divisions in the Office of Personnol were taken over (though administration
of the tasks was not relocated in all tﬁzsea). The Junior Officer Training
Program Fersonnal Officer soon established contacto with the Medical Staff,
the Office of Secur:.t&, Cover Division, and all elemex;ts of the Office of
Personnel--and, indced, with those elements of the Office of Trotning that
provided & service funciion such as‘ the Assescwent and Ew—..l'uation Staff and
the OIR Prucossing Soction. Thls stveomlined persohml function working in
immedlste proximity to the unit it was created to service proved %o be &
vastly improved mathod for support of an ever changing parsonnel situvation

”
f

such as the JOT Progrem presentod.

At the end of 1956, persounel support for tha JOT Program hod bocoune a
unigua couperative effort whereln concentration of respousibility, combined
with acccnpidility to those requiring cxercise of this responsibility, pro-
vidod a medhanism for efficient and expeditious cooperation among those
entrusted with the success of the Prosram. Iuch room hed vemained for
SRTOVEend ; thim new machanisnm provided a fovorsble climate for such .

luproveneat.

SRR ST
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QUESTION 1h: Explain the background, theory, and results of tou
‘ reorgenization of the Office of Personnel of Septenber

i 1953.

'Prior to this reorganization, most o% the operating functions cci-
cerned with "people" were distributed between "covert" and "overt" w.its,
deperding on the Agency components serviced. This reflected an earlier
organizetion of the Agency's administrative structure. Thus, placemr
employee relations and services, and transactions and records units wes
orgenized on a "compohent-served“ basis while position classificatici. :
recruitinent services were handled by singlé units. Similarly, the stears
structure of the office reflected past Agency organizations with & "Career
Deveiopment Staff" attached to the office by transfer from the Office of
'Training. The 1953 reorgﬁnization wag designed to organize the Office
of Personnel on a completely functional basis. While subsequent reorgani-
zatiors have resulted in shifts of particuwlar functions from one place to
another, this general principle has bec: ¢ :held and,at the present time,
the functional organization is remarkably like that of 1953, with the
important exception of the Clandesting Services Persqnnel Division. This
has been found to be a more efficient and effective structure for pro-
viding personnel support‘and for monitoring or administering Agency per-

sonnel programs.
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Why was the gap between T/O's and ceilings so great in 19537
How was this gap reduced during the following four years?
How was the DCI's directive of 1954 implemented?

“What was meant by celling in DCI's staff conference of Feb. 19537
Ceiling figures do not seem to indicate drop whith Gen.
Smith daid had taken place?

Figures indicate drop occueeed Ayg. 1953

Figures for budget ceilings and BBrsonmel Office ceilings
do not seem to agree. .

In Sept. 1956 General Cabell said no increases in allowances FY 57
for personnel but on duty figures for first half of FY 57
show the largest increase of any six month  period.

-:j>Can ydu furnish a breakdown by offices, departmental, figld for
Deec. 31, 19527 .

How can increase in DD/P departmental strength and decrease in Foreign
Field strength be explained in view of emphasis upon rotation to the
field?

What is the meaning of "Black Dyck"?

In comparing average grades and in determining supergrade structure
why were intelligence services of kwmmt Defense Departments not used?

Can we get statistics on 1955 =2nd 1956 similar to Bi&ck Book ?
What were trends in lenzth of service, language sbilities,
0SS service, educational background?

RS

/
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Key Documents Office of Personnel

Report for the DCI from IG on OP (10 proposals dated 25 Feb 1955,
no reference to general report on OP) W‘F’f 306Nr1953

Manag'emen'i- Staff, Study of organization, staffine, and procedures

of OP, - Not comnleted but functional realignments adopted
efféctive 1 June 1955,

Lecture series, 37 two hour lectures on occupational structure,
classification and wage administration, employee grievances and
appeals, and human relations in personnel management,

Report on smecial tripsto overseas installations by senior officers
of OP mentioned in BB estimates, 30 September 1955, FY 57

Career Service Pamvhlet Misg |:| ays  h i yFrpe od

Office of Personnel Memoranda (Organizational changes)
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